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Introduction
Job separations represent the dissolution of employer-employee job matches and they may take different forms. In general, although job separations form part of the normal operation of a labour market, they may have adverse consequences. This may be particularly the case for employees who separate from their job involuntarily. Involuntary job separation that is followed by a period of unemployment, for example, may result in loss of human capital or it may curtail the prospect of reemployment due to adverse signalling. Voluntary separations, on the other hand, may entail costs of recruitment and training for firms. In the event of non-random separations, studying the nature and extent of job separations is essential as this helps shed some light on the nature and extent of job separations thereby informing possible interventions. This paper attempts to attain this goal by investigating job separations in Germany.
Determining the nature and extent of job separations will serve at least four important purposes. First and foremost, it will enable us to identify who separated workers are and which types of jobs/sectors they separate from. Secondly, it will allow us to gain some insight into the degree of flexibility of the labour market in question. Third, it has long been established that good information on job separation and turnover is a key building block for formulating theories of unemployment and labour market dynamics. Fourth and most importantly, good information on the type and nature of job separation will inform interventions aimed at minimising the adverse effects of separations.
There has been very little work studying job separations and turnover in Germany and the few existing studies do not bring out some aspects of separations, such as those pertaining to minorities, which this study attempts to bring to light by studying the different samples of SOEP separately. The remaining part of the paper is organised as follows. Section 2 makes a review of the literature on job separations and turnover. Section 3 focuses on the data and sample used in the empirical analysis carried out. Section 4 gives a brief account of the econometric methodology and estimation strategy employed. Section 5 discusses the empirical results and the final section concludes the paper.
The literature on job separations
The job separations literature relates to theories of turnover that identify three different types of separations. First, there are separations that are initiated by a worker. Such separations are the result of the labour supply decisions of the worker and represent quits or voluntary separations. Second, there are separations initiated by a firm. Such separations are largely the result of labour demand conditions and form layoffs or involuntary separations. Finally there are separations that are the result of a joint decision by the worker and the firm (Anderson P and Meyer B, 1994) . A number of theoretical explanations have been put forward by way of explaining these separations. Human capital theory (Mincer 1958 (Mincer , 1962 Schultz 1960 Schultz , 1961 Becker 1962 Becker , 1964 Ben-Porath 1976; Parsons 1972; Willis 1986; Weiss 1995) emphasise the importance of human capital or sharing of the investment in human capital between the firm and the worker in formalising job separations in general and the tenure-earnings profile in particular. Imperfect information based explanations of turnover (Spence 1973; Salop and Salop 1976) ; on the other hand, emphasise the importance of informational asymmetry in characterising turnover and separations. Later formalisations of the imperfect information explanation emphasised the importance of match capital and the notion of efficient turnover in explaining separations (McCall 1970; Mortensen 1977 Mortensen , 1986 Burdettt 1978; McLaughlin 1991; Devine and Kiefer 1991; Mortensen and Pissarides 1999) .
The theoretical formalisations and empirical studies have led to some commonly identified stylised facts regarding job separations and separators, though most of these relate to the US labour market. In terms of worker characteristics, previous studies on the US find, among others, less skilled workers, those in 'declining sectors' and those with short tenure to be more likely to experience layoff. In terms of gender, the evidence suggests that men are more likely to experience layoff while women are more likely to quit (Hall 1972 , Blau and Kahn 1981 , Hammermesh 1989 , Farber 1993 , 1997 , Fallick 1996 , Kletzer 1998 ). More recent evidence suggests workers that experience layoff appearing more like the general workforce, particularly since the 1980s. Farber (1993 Farber ( , 1997 , for example, finds some evidence where workers with longer experience and more education becoming more at risk of experiencing layoffs in recent decades than had been the case previously.
Efficient turnover models have strong and consistent finding that there is a negative relationship between quits and layoffs, on the one hand, and job tenure, on the other (Jovanovic 1979a; 1979b; 1984) and attribute this to match and firm-specific human capital that accumulate with tenure. Blau and Kahn (1981) argue that a negative coefficient for tenure on the job may reflect the fact that workers with longer tenure have little experience of layoffs or quits before. In such a case, the tenure on the job variable may reflect individual fixed effects where those individuals with longer tenure are less prone to separations in general.
The evidence on job separations in European labour markets is rather limited and this has been linked to low level of turnover and inflexibility in most European labour markets. Winkelmann and Zimmermann (1998), Heckman (2002) , for example, note inflexibility of European labour markets as a factor explaining the high level of unemployment problem. Although limited, the evidence on the characteristics of separators thus far is in line with findings for the US labour market. In their study of the German labour market, Burda and Mertens (2001) , find that layoff is concentrated among lower wage earners, highlighting the importance of job characteristics in explaining involuntary separations. Hazard rate based evidence of transition from work (Bergemann & Mertens 2004) , show that German men face a higher risk of experiencing layoffs while women face a higher risk of quit.
The data and sample
The data used in this paper come from the German Socio-Economic Panel (SOEP) data, a panel survey of representative households in Germany, spanning over the period 1984 to 2003. The SOEP started in 1984 monitoring some 5921 households and 12290 individuals in West Germany. The SOEP has not only been surveying the original households and their split-offs, thereby becoming one of the longest running panel studies in the world, but it has also been incorporating new sub-samples in an attempt to have an ever more representative sample of the German society. The SOEP is also reported to be one of the most stable surveys with 63 per cent of the original households and 55 per cent of the respondents in them still being interviewed two decades later in 2004 1 .
One of the core issues the SOEP has been monitoring is changes in employment and occupational status of respondents. In particular, respondents are asked, in each wave, whether they experienced a change in their employment situation since the previous interview and, if so, the reasons for the change. As can be seen from Table A1 in the appendix and the notes therein, the reasons for job separation monitored are extensive and rich, providing ample opportunity for studying the nature of job separations. In this study the extensive set of reasons monitored is re-classified into three categories, viz., 'Layoff', 'Quit' and 'Other' types of separations. By comparing separators and their counterparts with no experience of job change ('Stayers') in each year covered by the study, it is possible to establish the nature of job separations in Germany 2 .
Two of the original SOEP samples, samples A and B, have been used in this study. Sample A is a sample of native (west) Germans who have been monitored since 1984. Sample B, on the other hand, is a sample of households with foreign-born heads, also called the 'guest-worker' sample, that make up the second of the original two samples that started in 1984. Considering the apparent differences in the nature of these samples, the empirical analysis undertaken in this study is carried out separately for the two samples. Also, separate analysis is done for men and women in each case, taking into account the difference in the labour market behaviour of men and women.
Individuals included in the final sample are working age individuals (16-65 years of age) that were interviewed successfully in each wave they were monitored. Individuals with gap(s) in yearly observations have been excluded from the estimation sample for gaps would create ambiguity as to whether there was a job separation and the reason(s), if any, for the same. Individuals in the study sample should also have weekly working hours of between 5 and 80 hours, inclusive, and have non-missing monthly earnings. 3 As well as these sample selection restrictions, individuals should have non-missing job tenure to be included in the study sample and, for those workers that experienced a job change, there has to be a valid information for the 'reasons for job change' variable. The resulting sample obtained and their characteristics are summarised in Tables A3-A4 in the appendix.
As can be seen from Tables A3-A4, younger workers are more likely to separate due to 'layoff' and 'quit' in both samples and both for men and women. On the other hand, 'other' movers are more likely to be either young or old which is not surprising given the reasons making up the 'other' category that include 'conscription', 'completion of training' and 'early retirement', among others. 'Stayers' come dominantly from the middle sections of the age bracket and are generally more likely to be married, have children under 16 years of age and own a house than separators. Irrespective of sample or gender type, those with disability 4 are more likely to make up the 'layoff' and 'other' reason categories. There are also some noticeable differences between the two samples. For example, the proportion of workers owning a house is higher for natives than guest-workers.
In terms of job related characteristics, most native men and women are in jobs that require some kind of training course while guest-worker men and women are more likely to be in jobs that do not require training or that require only introduction to the job. This is also reflected in their respective occupations, where the former largely make up the professional/managerial and skilled occupations while the latter tend to be in the unskilled or semi-skilled occupational categories. There is also some gender dimension to the observed occupational profiles of the final sample in that women from the guest-worker sample are more likely to be in unskilled occupations compared with their native counterparts who are more likely to be in professional/managerial occupations. 'Stayer' guest-worker women are the only exception in that they are more likely to be in semi-skilled occupations.
In both samples and for both sexes, movers dominantly come from smaller firms vis-à-vis 'stayers' who tend to be employed in large firms. In terms of industry of employment, manufacturing is the most common sector of employment for men in both samples and women from the guest-workers sample. On the other hand, trade and social services industries are the most common sectors of employment for native women, particularly for 'stayers'. In both samples and for both men and women, 'quits' are associated with short job tenure while 'stayers' are observed to have the longest tenure on the job.
Figures A1-A4 in the appendix plot the percentage of people in the final sample experienced the three separations identified ('layoffs', 'quits' and 'other').
5 There are very little differences in the patterns of observed separations between men and women within each sample. There are however major differences in these patterns between the samples. For example, the average rates of 'layoffs', 'quits' and 'other' separations over the study period stand, respectively, at 2.5, 6.7 and 3.9 percentage points for native men. The corresponding rates for guest-worker men stand at 4.3, 5.9 and 2.9 percentage points.
Comparing the rates of separations for the per-and post-reunification periods indicates that in the post period the rates of 'layoffs' and 'other' separations have gone up by up to 66 percentage points while 'quits' have fallen by up to 48 percentage points. These patterns are consistent with predictions of theories of turnover regarding the cyclicality of 'quits' and 'layoffs' and reflect, barring recall and misclassification errors, the tougher labour market situations that accompanied re-unification. 6 The cyclical patterns of 'layoffs' and 'quits' shown in Figures A1-A4 as well as the higher proportions of 'quits' for women conform to predictions of theories of turnover.
7 That 'layoffs' have gone up proportionately more for guest-workers in the immediate postre-unification period seems to reveal that the price of re-unification might have been higher for this group.
A framework of analysis
As stated in the previous section, three categories of workers have been identified depending on the type of job separations they experienced in each year they were observed. Identifying, in each year, workers that do not experience job separation renders a fourth category of 'stayer' workers. The empirical approach appropriate in situations involving unordered multiple alternatives of this sort is the multinomial probability model. In this study, use is made of the multinomial logit model to model the four distinct categories identified and to establish the nature of job separations in Germany. It is essential to test whether the four categories identified can be collapsed before proceeding into the formal modelling. 8 As can be seen from Table A2 in the appendix, the tests whether these categories can be collapsed have been rejected, lending support to the empirical approach employed. 9 Thus, assuming that j indexes the J possible categories of workers at time t and letting denote the vector of characteristics specific to an individual occupying a particular category at time t, the probability that the individual with characteristics occupies category can be given by,
It goes without saying that unobserved factors, such as unobserved ability and motivation, are likely to play a role in determining whether a worker experiences a particular type of job separation or not. For example, high ability workers may be less likely to experience a 'layoff' or they may be able to establish a good match early on in their career and be 'stayers' with stable jobs. Taking into account the importance of unobserved factors in explaining job separations, the modelling approach employed in this study exclusively accounts for unobserved heterogeneity. The mixed multinomial logit (MMNL) model that accounts for unobserved heterogeneity is obtained by augmenting equation (1) so that;
An empirical issue of importance is to do with the distribution of the unobserved heterogeneity term v i . In the absence of any theoretical justification, imposing a particular shape on the unobserved heterogeneity term may be misleading. In this study unobserved heterogeneity is modelled as a finite discrete distribution of masses of unrestricted form following the approach in Heckman and Singer (1984) . Unobserved heterogeneity is modelled non-parametrically using discrete mass points for the heterogeneity term v i and its density function
The number and location of the mass points, and associated probabilities, 
Empirical results and discussion
The regression results from the MMNL models estimated separately for men and women in each sample are reported in Tables 1 and 2. 11 As the discussion in the following paragraphs shows, the empirical findings in this study are consistent with predictions of theories of turnover and previous studies of similar nature reviewed in section 2. The findings also reinforce the assertions made in Section 3 based on the summary statistics provided. The following paragraphs provide a detailed account of these findings.
Demographic and human capital characteristics
In terms of demographic characteristics, the estimated coefficients suggest that workers under 35 years of age are generally significantly more likely to experience job separation primarily due to 'other' reasons but also as a result of 'quit' vis-à-vis a reference group of workers aged 35 to 44 years. On the other hand, workers over 45 years of age are significantly less likely to separate due to 'quit' while those over 55 years of age are generally more likely to separate because of 'layoff' and 'other' reasons'. There are some noticeable differences in the patterns of separations between the two samples and between men and women. For example, no significant effect of separation due to 'layoff' is found for women of any age category in the two samples and men in the guest-worker sample. The dummy for whether one is over 58 years old, which is meant to capture possible effects of early retirement schemes on job separations, indicates that such workers are significantly more likely to separate due to 'other' and 'quit' reasons and unlikely to separate due to 'layoffs' as would be expected.
Excepting for guest-worker women for whom no significant effect of owning a house is found, workers that own a house are found to be significantly less likely to separate from their job, particularly for men and women in the native sample. One significant effect that traverses the sample and gender boundary has to do with disability. Accordingly, workers with some form of disability are significantly more likely to experience job separations due to 'layoff', 'quit' and 'other' reasons and less likely to stay.
Job and employment characteristics
Job related characteristics in general and firm size, industry of employment, job tenure and wage level, in particular, shed more light into the nature of job separations in Germany. Looking at the type of training required for the job, we find that with the exception of native men in jobs that required college level training, who are significantly less likely to separate from their job due to 'quit', other workers in jobs that required college level training are more likely to separate due to 'layoff' and 'quit' compared with their counterparts who are in jobs that only required taking short courses.
With regards to firm size, workers in firms with less than 200 employees in general and those with less than 20 workers in particular are generally more likely to separate due to 'layoff' and 'quit' vis-à-vis workers employed in firms with 200 to 2000 workers. In terms of industry of employment, all but guest-worker men in the manufacturing; wholesale trade, hotel and restaurant; mining and construction; and agriculture, transport, finance and real estate industries are significantly more likely to separate from their job due to layoff and generally significantly less likely to separate due to 'other' reasons compared with their counterparts in the social services industry.
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The type of employment contract is another job related characteristics that sheds some light into separation patterns. Accordingly, men in full-time employment across the three samples are generally significantly less likely to separate from their job for any of the reasons identified. On the other hand, guest-worker women in full-time employment are found to be significantly less likely to 'quit' while no significant effect of being in full-time employment is found for native women.
As stated in Section 2, theories of turnover attach huge importance to a worker's job tenure and pay in predicting the type of separation the worker experiences. The empirical findings in this study provide strong evidence in support of these theoretical predictions. Accordingly, job tenure is found to have a significant negative effect on job separation of any sort for men and women in the two samples. Thus, the likelihood of worker separation due to any of the reasons identified generally declines with job tenure. As would be expected, however, this relationship is reversed eventually as the coefficient estimates of the squared tenure terms indicate. With regards to the effect of the level of wage on separation, the evidence shows that it has a universal and significant negative effect on job separation of any type in the two samples and both for men and women. This is by far the most powerful of the predictors of job separation in this study.
Time period and regional characteristics
Native men in Berlin and adjoining regions and those in Western regions of Germany are found to be significantly less likely to separate due to 'quit' compared with their counterparts in southern regions of Germany. On the other hand, native men in Northern regions are significantly more likely to separate due to 'other' reasons. Guest-worker men in Berlin and adjoining regions are significantly more likely to experience any of the three separations vis-à-vis their counterparts in southern regions while those in northern regions are significantly more likely to separate due to 'quit'. Guest-worker women in Berlin and adjoining regions are also significantly more likely to separate due to 'layoff' and 'quit' compared with their counterparts in the south.
The estimated coefficients relating to the time dummies reinforce the patterns of separations depicted in Figures A1-A4 . Accordingly, native men are significantly more likely to separate due to 'quit' and less likely to experience 'layoff' and 'other' reasons in the pre-unification period. Following unification, however, native men are generally significantly less likely to separate due to 'quit' and significantly more likely to separate due to 'other' reasons. This relationship is more or less the same for native women. In contrast, guest-worker men and women who were significantly more likely to separate due to 'quit' in the pre-unification period have become significantly more likely to separate due to 'layoff' and 'other' reasons in the post unification period.
Unobserved characteristics
As well as using detailed observable characteristics to predict job separations, the empirical methodology employed in this study accounts for unobserved characteristics that play a part in explaining job separations. As reported in Tables 1 and 2 , the unobserved heterogeneity terms are significant in all models estimated, suggesting that failing to account for such factors would lead to biased estimates of the predictors of job separations. In all cases, the reported unobserved heterogeneity terms relate to the location of mass point 1 (θ 1 ) and the corresponding log odds for mass point 1 (p 1 ). 13 The estimated mass points, and are random effects representing two (latent) groups/masses of workers in each model while the associated probabilities, 
Conclusion
Using the longest panel data set in Europe (SOEP) and employing a MMNL model, this study establishes the nature of job separation in the largest labour market in Europe. It exploits the detailed reasons for job separation reported and the different samples monitored by the SOEP to shed more light into the nature of job separation in Germany. The study not only shows the trends in job separations for different reasons over a period of two decades but it also answers questions relating to the type of workers that are more likely to separate, providing some new insights into job separations in Germany that are hitherto unexplored. Most findings of this study regarding factors that explain job separations are in line with predictions of theories of turnover and previous studies of similar nature. In particular, the study finds that younger workers and women are generally more likely to separate voluntarily while older workers in general and older men in particular are more likely to do so involuntarily. The standard predictors of job separation that relate to firm size, industry of employment, job tenure and wage level are also found to be strong predictors of the types of job separations workers in Germany experience. Accordingly, workers in smaller firms are less likely to be 'stayers' and more likely to experience 'layoffs' vis-à-vis their counterparts in large firms. On the other hand, workers in manufacturing, mining and service provision industries are more likely to separate due to 'layoff' and 'other' reasons compared with their counterparts in the social services industry. Separation in general and 'layoff' in particular is also found to be less of an issue to those with longer job tenure and higher levels of wages, consistent with predictions of theories of job turnover.
Two findings that are particularly worthy of a note are those relating to workers with some form of disability and those from minority groups. The study finds that workers with some form of 'disability' or workers that reported to have been "out of work for more than six weeks due to illness" are more likely to separate from their job involuntarily. The German re-unification and the changes in the patterns of separations observed around the period reveal how 'minorities' fare in a labour market experiencing exogenous shocks. The evidence in this study shows that 'minorities' are more likely to face higher levels of involuntary separations. Men and women workers from the guest-worker sample of the SOEP are found to be significantly more likely to separate involuntarily in the post re-unification period vis-à-vis their native counterparts. An important implication of the findings in this study is that in the face of a major shock of the sort experienced in Germany, interventions aimed at protecting workers from minority groups might be a policy option worthy of consideration. Absent such affirmative action type interventions, minority workers are likely to bear the brunt of the shock. Absolute value of z statistics in parentheses ♣ significant at 10%; * significant at 5%; ** significant at 1% Table A1 : Reasons for job separations reported in each wave of the SOEP 1984 1985 1986 1987 1988 1989 1990 1991 1992 1993 1994 1995 1996 1997 1998 1999 2000 2001 2002 2003 Layoff Notice given by employer 
Quit for other reasons √
Other
M u t u a l a g r e e m e n t √ √ √ √ √ Reaching retirement age/ took early retirement 
Other reasons
√ √ √ √ √ √ √ √ √ √ √ √ √ √ √
Notes:
1. The tick '√' marks show that the particular reason(s) for job separation listed on the left hand side were monitored in the year heading each column. No tick mark (empty cell) indicates that the particular reason was not monitored in the year in question. 2. Although the question route has not been identical from year to year, the typical question monitoring whether one has experienced a job separation goes as follows. First, those currently unemployed would be asked if they have lost a job since the previous interview while those currently in employment would be asked if their job situation has changed over the same period. Then, respondents would be asked as to which of the detailed reasons (monitored in a particular year, i.e., those marked by a '√' would apply to the separation they have experienced, if they have. 3. The reasons for job separation (column 1) have been re-classified into 'Layoff', 'Quit' and 'Other' separations. Because some waves monitored fewer reasons than others, the reasons making up 'Layoff', 'Quit' and 'Other' vary from year to year. There are, for example, more reasons making up 'Quit' and 'Other' separations between 1985 and 1990. However, most of these reasons are recorded not as main reasons but as contributing factors, since there are two questions monitoring reasons for job separations during this period. The two questions are: a) 'why did you leave this job? Which one of the following applies to you?' And b) 'which of the following reasons played a role in you giving up your last position? Please indicate all that apply'. The assumption made in re-classifying the reasons is that where some reasons are not monitored specifically in a particular year, they are subsumed under other reasons monitored in the year in question. This, however, appears to be a strong assumption, particularly for 'quits' in Samples A and B, if we look at the plots of cases (their percentages) shown in the appendix. Nonetheless, the huge dip in the proportion of quits in the immediate pre-unification period is compatible with the strong possibility that workers would be less willing to quit their job in the wake of a re-unification that would make labour market conditions tougher. 4. The reasons for job separations in this table run up to 2003 while the period covered by the empirical modelling and the plots run only up to 2002. This is due to the lagging of the 'reason' variable so a particular reason for separation monitored at the date of the interview relates to the job held in the preceding year, rather than the one held at the date of interview if the worker is in employment then, or the last job for those currently not in work. This approach rules out multiple separations in between interviews. 1984 1985 1986 1987 1988 1989 1990 1991 1992 1993 1994 1995 1996 1997 1998 1999 1984 1985 1986 1987 1988 1989 1990 1991 1992 1993 1994 1995 1996 1997 1998 1999 1984 1985 1986 1987 1988 1989 1990 1991 1992 1993 1994 1995 1996 1997 1998 1999 1984 1985 1986 1987 1988 1989 1990 1991 1992 1993 1994 1995 1996 1997 1998 1999 2000 2001 2002 % of cases Layoff Quit Other Figure A4 : Job separations, guest-workers, women (1984) (1985) (1986) (1987) (1988) (1989) (1990) (1991) (1992) (1993) (1994) (1995) (1996) (1997) (1998) (1999) (2000) (2001) (2002) Descriptive characteristics of samples, separately by gender and reason category There is the legitimate question of some workers experiencing more than one job change over the period in question. Nevertheless, it is not an unrealistic assumption that such cases are too few to change our findings, particularly considering the case that most of our sample members make up the full-time employment category. 3 An hourly real gross wage has then been computed from the hours and earnings information having first converted the earnings into real using CPI data obtained from http://www.destatis.de/indicators/e/vpi001ae.htm 4 Disability is defined as being out of work for more than 6 weeks. 5 The plots that appear in the figures are for movers only while the balance in each case represent the proportion of 'stayers' in each year covered by the study. 6 As indicated in note 2 to Table A1 in the appendix, there are more reasons making up 'quits' and 'other' separations during the 1985-1990 period. However, most of the additional reasons monitored during this period are not main reasons for separation but monitored as additional/contributing factors. As such, the assumption that these reasons are subsumed under the other reasons monitored in other years is justified. 7 Turnover theories have long established that 'quits' are pro-cyclical while 'layoffs' are counter cyclical. Figures A5 and A6 do not exhibit this pattern as 'clearly' which may have to do with the level of the shock (re-unification) that distorted such patterns. Also, women are more likely to quit than their male counterparts due mainly to family and domestic responsibilities. 8 The 'Cramer and Ridder (1991) test statistic is give by , where is the maximum log-likelihood of the full model while is the maximum log-likelihood of the restricted model, and has an asymptotic chi-squared distribution with k degrees of freedom where k is the number of restrictions.
is obtained from the full model while the log-likelihood of the restricted model is obtained as: where is the unconstrained maximum log-likelihood of the pooled model , s refers to the pooled state, j refers to the separate states within s, n s is the number of sample observations in the pooled state s, n sj is the number of the sample observations in each of the separate states j, and the sum of the number of observations in all separate states equals the number of observations in the pooled state, i.e. This test is particularly essential given the need to establish that the category 'Other' separation is indeed different from the 'Layoff' and 'Quit' categories. As well as the tests for the pooling of alternative categories, the other traditional test of importance related to the MNL models has to do with testing the validity of the IIA property (Hausman and McFadden 1984) . In this study IIA tests have been conducted and the nulls that 'odds of any two outcomes are independent of other alternatives' have not been rejected. 10 The additional parameters characterising the unobserved heterogeneity term should satisfy the condition that
The estimation of the mixed multinomial logit model (MMNL) is conducted using GLLAMM (http://www.gllamm.org). 11 These estimates are not marginal effects. Marginal effects of the explanatory variables are dependent on the mixture (random effects) terms as well as terms relating to the explanatory variables in the models. As such, the computation of marginal effects is not straightforward. 12 The 'Social services' industry is commonly eliminated from an analysis of the sort made in this study on the ground that it does not represent 'private' sector employment. 13 The relationship between the log odds for class 1 and the estimated probability ( ) associated with mass point 1 is give as . Mass point 2 and the associated probability are obtained using the conditions stated in footnote 9 above. 
